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ABSTRACT 
Training and development of employees is becoming an optimal answer to 
complex business challenges, and the management of human resources is taking 
central role in modern management. Through the process of employee training and 
development, the management of human resources provides constant knowledge 
innovation, creates conditions for mutual knowledge and experience exchange and 
proactive behavior, in this way contributing to competitive advantage and satisfaction 
of all participants in business procedures. This study was guided by one research 
objective which was to find out the perceived relationship of training and 
development on employee performance among employees at commercial banks in 
Peshawar. A descriptive survey design was used. The population of study was all 
employees currently employed in all branches of commercial bank in Peshawar. 
Simple stratified random sampling was used to collect the data from the different 
employees. Data was collected using a semi structured questionnaires and was 
analyzed using factors analysis, correlation and regression. Findings of the study 
revealed that training and development was perceived by the employees at Peshawar 
commercial bank as key in their performance.  
 Key Words: Training and development, Performance and Factor analysis 
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INTRODUCTION 
Today business atmosphere is exponentially growing and as a result of the 
world's aggressiveness, technological development as well as advancements and fast 
market globalization. To have aggressive edge and market uniqueness diverse 
associations constantly attempting to enhance the aptitudes and information of their 
representatives to better contend in the business sector and to enhance employee 
performance. The high ground in abilities and learning of the employees can give an 
edge to the organization in the business sector comparing to the competitors. Firms 
are investing an immense number of time and investment on training to groom in 
employees performance (Waltmann, 2011).  
Human resource activities are mainly concerned with the Human Resource 
Management, and the Human resource management practices are likned with staffing, 
and maintains high employee performance. According to SPUTNIC (2008) The 
broadest Human Resource practices are recruitment, selection, training and 
development, pay, reward and recognition. Spender (2001) also added that there are 
Six HR hones i.e particular hiring, pay strategy, rewards, recognition, training and 
development and information sharing have been considered to connection to 
representative employment fulfillment. Actually it is training which give the answers 
of the question that "what happens if" Development then again takes a more 
worldwide methodology. Training is connected with present job performance and 
improvement of an employee while development is connected with the future job 
performance and advancement (Saleem, Shahi&Naseem 2011). According to Taylor, 
Training is a system offering learning knowledge. According to Reynolds (2002) 
training helps employee in more particular with their job and organization, which 
expands employee work requirement and improves their ability to work.  Training 
spotlights on to settle a particular issue (Reynolds, Caley, & Mason 2002).  
Employee advancement is a standout amongst the most critical parts of human 
resource management. Employee motivation intends to add to the aptitudes of an 
individual employee and to the firm all in all, employee development comprises of 
individual or representative and general advancement of the employee as and when 
employee of the organization would build up the organization, organization would be 
more skilled and the employee performance would be expanded (Qayyum, 
Ahmad,Khan,&Rehman 2012). There is a direct relationship between employee 
development and Employee Performance. The development of an employee lead to 
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job satisfaction and extreme commitment and the performance would be absolutely 
increase in all respect. this will lead the organization efficiency and performance 
(Obisi2011). 
Nadler & Nadler (1991) stated that the nature of instruction is falling apart, 
despite the fact that, the endeavors on government level are being made for the 
change of employee performance, particularly in staff education. Indeed, certain 
training projects are propelled to enhance the efficiency of the instructors and firms 
and more noteworthy measure of capital is spent on training projects to enhance the 
standard of training that gets squandered each year, yet results are inadmissible. 
Numbers of researchers agrees with that training need happen when a current or 
foreseen setback in general performance where training is the most appropriate and 
effective.   
The present study also intended to inform the managers of the banks about 
rotations performance and commitment of an employee towards his work in the 
banks.  
Research Problem Statement 
 
  Training and development practices like training; job rotation and mentoring 
have greater impact on employee’s performance and organizational output. These 
training and development practices too have greater on organizational performance 
and productivity. It has been observed that since last ten years or so The banking 
sector has shown tremendous growth and is considered the key area of research for 
the researchers. Significant changes have taken place in business strategies, marketing 
strategies, market structure and technology requirement. These changes really forced 
the organizations to have well trained and technical work force to cope up with 
market dynamism and competition. The present study focuses on the impact of 
training and development practices   on employee performance. This study will 
analyze the Training and development practices i.etraining, job rotation and 
mentoring on employee’s performance in banking sector of Peshawar Khyber 
Pakhtunkhwa. 
Research objectives 
The main objectives of this research are the following. 
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 To investigate and analyze the effects of training and development practices on 
employee performance in banking sector of Peshawar region, . 
 To analyze and measure the prevailing training and development practices in these 
banks. 
 To suggest measures to improve the mechanism of these practices in this sector. 
Significance of the study 
The study investigates the relationship between banks investment on training, 
job rotation and mentoring and its impact on employee’s performance. This study 
evidenced the need of training and development practices for the employees 
performance. This particular research study will provide a guide line for the managers 
and  policy makers of the banks to improve its employee’s performance, which is 
really pivotal in the banks competitive position in market place. As a result this study 
can be used as guideline for banks to compete with other organizations. By knowing 
the impact of employees training and development program on the performance of 
banks, the management can be able to make the necessary adjustment to the training 
content and supporting facilities to further improve training program.  
LITERATURE REVIEW 
 
 Human resources management is one of the important trends that has been 
attracting the attention of management of organization is very much interested in 
making strategies and plans which have significant impact on the performance of the 
organization. There are many human resource practices like the compensation, 
recruitment and selection, training, orientation etc. But training and development is 
one of important practices which relate with the employees performance. The views 
of researchers about training and development and its impacts on employees 
performance is the following: 
Training 
Traininghas been defined as the mechanism through which employees and 
individuals change their knowledge, skills behaviours(Mwita2000). Training is 
comprised of those activities which are concerned with designing activities and 
which improve the individual performance. 
Training is a process in which people learn and make use of the existing and 
new options to deal with the upcoming and existing challenging and hence to 
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improve the performance at work and to bring effectiveness. (Obisi2011). The 
objective of the training practices some effect on the outcomes, behaviour and 
performance of the employees. Training programme focus is to bring commitment 
and take actions to incorporate new skills and improve their work performance. 
Training is used as process for development of skills of individuals and groups. 
Simply these contents used to improve the skills and behaviours of employees in 
work place. Training is used as proactive technique to deal with the problems before 
e they occur. 
Effect of Training on employees Job Performance: 
Carrying outof T&D programmes provides some potential merits in the 
area of quality job performance in business organization.  And these 
practices obviously improve the skills. This will help companies to have well defined 
the business growth and expansion. Training cope with the small businesses practices 
and will cope with advanced technologies and competitive environment in the market 
place. Eventually training can get betteremployeesmotivation, and 
efficiencyleadstowards inboth performance and jobsatisfaction. 
Thesebenefitsarehopefully makes in the business health and business performance 
(Hung 2010). SuccessfulT&D beginswith theoverall programme and core goals ofthe 
all small mediumbusinesses. Thetotaltrainingactivities may be well plan in advance 
as per the company objectives. Training strategy should be such which should be in 
accordance of the customer satisfaction. It should be rightly helpful in assessing the 
strength, and weaknesses of the competitors. It is also important to that information 
should be obtained to properly assess the training needs at individual and 
organizational level. It will help to conduct an internal audit to help finding areas 
where training is essential. It will help what kind of expertise and skills they have 
and what to incorporate in future. Each job should be broken in tasks so that to 
facilitate training programmes. (Karl, Alan & Nigel 2010). To measure the training 
effectiveness researchers believe to have reliance on the participant reaction. 
Role and Impact of Training and Development on employees Job Performance 
AccordingtotheOrganizationforEconomicCooperation&Development(OECD) 
EmploymentOutlook2004,policiesaimedto developworkers’abilitiescontributetoan 
improvement inemployment performance. Lifelong learningis shown to be a key 
componentin employment strategies.(Hameed&Waheed2011).Some researcher argued 
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that training is very pivotal for the capacity and ability improvement of the employees. 
He told the more training practices and organization entertain the more the chances of 
organization learning and the prosperity for the organization comes then. Ahmad 
(2009) conducted a research and found that the very essential thing in an organization 
is the employees training as the training can improve the worker efficiency which in 
turn proves to be the organization internal efficiency. Zubair et al (2007) argued that 
training and development can give the organization efficiency, synergy and reputation.  
Mentoring and its Impact on Employees Performance: 
The term mentoringwas initiallytintedinthehistoricstoryof‘The Odyssey’ which 
was writtenbyHomer (Gusdorf2009).Inthisstory,Odysseustalked about his 
loyalandskilledcolleague,Mentor and then he called hima personof greatwisdom, 
knowhowandresponsibilitywhichthoughthisson, Telemachus,a menteeorhaving little 
experienceaboutthe tactics, techniques and instructions to how to handle 
toughlifestyles. He told all these already when he departed forTrojanWar (Garner, 
2012). Due to this back ground mentoring was termed as the most key area and arena 
of education(Frederick & Stephen 2010)and/orcounselling(Garner 2012) and mentor 
was considered likeanoldmanwho has wisdomand having abilities of educating and 
training people with less experience(Frederick& 
Stephen2010).Theorganizationalgrowth and employee performance improve through 
mentor and training(Armstrong 2009).   
Training, Mentoring and Employee Performance 
Training and development both has an underlying effect on job outcomes like 
employees performance, job involvement and job satisfaction (Aguinis2006). It is 
argued that employees having much training will better perform as compared to other 
employees in the same organization. Employees needs proper training to better 
administer the extension regarding their work and help in the assignment of 
responsibilities. In addition to this the training is also essential in different types of 
non-technical workers to help them in improving their activities. As these workers 
need a very broad level improvement to cope with the changing and more flexible 
changing behavior of the customers Both kind of employees who are working or who 
have enter  right now in the organization , both need proper training throughout their 
career(Abbas &Yaqoob2009). 
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The Impact of Job Rotation on employees’ performance: 
Job rotation is a programme organized by private organizations and 
government or public sector to improve employee performance and 
productivity.Cambell(1971) confirms the impact of job rotation as it must be 
implemented as per the business goals and the HR strategies of the firm. In 
government organization the job rotation is means that to transfer employees from one 
position to another position for the purpose to employees’ performance (Wikipedia, 
2011). In private organizations, the purpose of job rotation depends on the level of an 
employee’s employment. For lower level management job rotation process is 
implemented for skill enhancement and promo ability. For middle management job 
rotation is conducted for the purpose of succession planning (Wikipedia, 2011) the 
other reasons for job rotation are to solve the problem for employees’ satisfaction and 
boredom (Chen et al). Job rotation benefits employees who participate by reducing 
job burn-out, apathy, and fatigue, which ultimately increases the level of employee 
satisfaction and motivation (Frederick et al). Job rotation have different meaning to 
different, Higher performers compared to under performers are likely to like job 
rotation because it is perceive to add to a greater improvement in skills (Khan, 2010) 
Job Rotation, Mentoring and Employee Performance 
Job Rotation means to work on different positions and tasks for specific 
periods of time (Garner 2012). Job rotation is the vital part of HRM as effective tool 
to developed employees skills and improves performance (Friedrich and Kabst, 1998). 
In an organization, mentoring refers to the sort of training, career development 
mechanism and program which can improve workers abilities, duties and 
responsibilities assigned to him to familiarize with new jobs, and protect the mentees 
in all respect (Gusdorf2009). The mentoring program has silent feature: first, the 
mentor should be knowledgeable and senior staff member and second the mentee 
should have to be less knowledge and less experienced person. (Kram, 1985). In the 
present commercial world, the most essential and economically significant businesses 
are banking. The financial structure of a country depends on its economy. The most 
important strategies of job rotation for financial institutions in the 21st century must 
be the practicing of effective and well designed, to commit, motivate and improve the 
performance of the people. In other words, job rotation is a mechanism through which 
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the manager determines the employees’ commitment, productivity and innovation in 
their respective jobs (Gusdorf2009).   
Conceptual Framework 
The following are the conceptual framework of the study. 
 
 
 
 
 
 
 
 
 
Operational Definition of Variables 
Training 
Training usually the targeted task or activities taken to bring change in 
attitude, knowledge, abilities, capacity and skills in particular area or employees. 
(Decenzo& Robbins 8
th
ed). In this research study the training are the activities carried 
to improve the skills of employees in banking sector. 
Job Rotation 
It refers to the movement of employees from one job to another job. This is 
done in order that the employees must be equipped with diverse knowledge and skills. 
Rotatating the employees definitely improve the employees knowledge in diversified 
manners. (Decenzo& Robbins 8
th
ed). In this research the job rotation is the rotation of 
employees on different positions in order to help them improving their diversified 
skills. 
Mentoring 
Mentoring is the practice in an organization where very experienced 
individuals give guidance to less experience individuals. Such practices help in 
knowledge sharing and make organization as knowledgeable organization. In this 
research mentoring is the practices given by the experienced managers in banking 
sector to the least experienced individuals.. ((Decenzo&Robbins 8
th
ed) 
Employees Performance 
Job Rotation 
Training 
Mentoring 
 
Employee Performance 
 
Training and 
Development 
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To well timely and in good manner accomplish job need that the employees 
should have complete and up to date job description of his job. And all the employees 
need to meet some standards being required by their job performance requirements.  
Your supervisor can also review ur job description. (Decenzo& Robbins 8
th
ed). 
 
HYPOTHESES  
 
1. H1: Job Rotation has positive impact on employee’s performance. 
2. H2: Training has positive impact on employee’s performance. 
3. H3: Mentoring has positive impact on employee’s performance. 
RESEARCH METHODOLOGY 
The data of this research study has been quantified and results were obtained 
on the bases of sample, representing the population. The population of this study was 
comprised of total employees in banking sector in Peshawar, according to yamani 
1967 table sample of 233 were selected our of which 200 feedback of the respondents 
were analysed through SPSS. Stratified sampling techniques used during the 
collection of data from respondent. 
The following techniques, have been applied in this research. 
 Reliability analysis to judge the reliability of the data. Meaning 
looking for the consisting in data collected from the respondent. . 
 Correlation analysis to know the strength and direction of association 
between the variables of this study. 
 Factor analysis to know the Interco relation of the dimensions of the 
variables and its validity. 
 Regression analysis has been used to know the effects of independent 
variables on dependent variables.  
Demographic 
Table #01 Gender wise Distribution: 
Male 150 75% 
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Female 50 25% 
Total; 200 100% 
 
Table #02: Position wise 
OG1 100 50% 
OG2 40 20% 
OG3 60 30% 
Total 200 100% 
 
Table #03: Qualification wise 
MS 10 5% 
MBA 140 70% 
BBA 50 52% 
Total 200 100% 
 
Reliability Analysis 
Scale: Job Rotation 
 
The above outcomes of the reliability show that alpha value of the variable job 
rotation is 0.928 which is with an acceptable range Total nine items analysed here for 
the reliability purposes. As many researchers believe that the components  or items of 
a variable should have combined alpha value of 0.60. the current scale value of the 
variable suggests that the scale is reliable and can be used for further analysis. 
Scale: Training 
Table #05: Reliability Statistics 
Cronbach's 
Alpha 
N of Items 
.809 7 
Table# 04 Reliability Statistics 
Cronbach's Alpha N of Items 
.928 9 
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The above results  of the reliability shows that alpha value of the variable training is 
0.809 which seems with in an acceptable range Total seven items analysed here for 
the reliability purposes. As many researchers believe that the components  or items of 
a variable should have combined alpha value of 0.60. the current scale value of the 
variable suggest that the scale is reliable and can be used for further analysis. 
Scale: Mentoring 
Table #06 Reliability Statistics 
Cronbach's 
Alpha 
N of Items 
.719 7 
 
The above results  of the reliability shows that alpha value of the variable Mentoring 
is 0.719 which seems with in an acceptable range Total seven items analysed here for 
the reliability purposes. As many researchers believe that the components  or items of 
a variable should have combined alpha value of 0.60. the current scale value of the 
variable suggest that the scale is reliable and can be used for this research and its 
analysis will be reliable being based on the reliable value. 
Scale: Employee performance  
Table #07 Reliability Statistics 
Cronbach's 
Alpha 
N of Items 
.757 7 
 
The above results  of the reliability show that alpha value of the variable job 
Performance is 0.757 which is within an acceptable range Total sevens  items 
analysed here for the reliability purposes. As many researchers believe that the 
components or items of a variable should have combined alpha value of 0.60. the 
current scale value of the variable suggest that the scale is reliable and can be used for 
this research and its analysis will be reliable being based on the reliable value. 
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4.3: Factor Analysis  
Table no 6 : KMO and Bartlett's Test Employees performance 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .665 
Bartlett's Test of Sphericity 
Approx. Chi-Square 91.743 
Df 10 
Sig. .000 
 
Table 7 : Component MatrixEmployees performance 
 Component 
1 
ep1 .543 
ep2 .656 
ep3 .731 
ep4 .668 
ep5 
ep6 
ep7 
.555 
 .543 
.577 
 
The above table shows the facto analysis of the variable employees performance. The 
esultsclealy show that the sample of this reseach is quite good enough as the KMO 
value is well above the thresh hold value i.e KMO= .5. The recurring value is .765 
suggesting the adequacy of the sample of this research. All the factors of this variable 
loaded at a well desired value i.e .5 or above. Meaning that there is intercorrellation in 
all questions of this variable. 
Table no 8 : KMO and Bartlett's Test  of Job rotation 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .765 
Bartlett's Test of Sphericity 
Approx. Chi-Square 71.743 
Df 10 
Sig. .000 
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Table no 9:   Component Matrix Job Rotation 
 Component 
1 
JR1 .743 
JR2 .786 
JR3 .621 
JR4 .548 
JR5 
JR6 
JR7 
JR8 
JR9 
.825 
 .663. 
.577 
.654 
.755 
 
The above tables show the facto analysis of the variable Job rotation. The results 
clearly shows that the sample of this research is quite good enough as the KMO value 
is well above the thresh hold value i.e KMO= .5. The recurring value is .665 
suggesting the adequacy of the sample of this research. All the factors of this variable 
loaded at a well desired value i.e .5 or above. Meaning that there is intercorrellation in 
all questions of this variable. 
 
 Table no 10:  KMO and Bartlett's Test Training: 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .565 
Bartlett's Test of Sphericity 
Approx. Chi-Square 78.743 
Df 10 
Sig. .000 
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Table no 11:  Component Matrix:Training 
 Component 
1 
TR1 .653 
TR2 .546 
TR3 .501 
TR4 .678 
TR5 
TR6 
TR7 
.645 
 .543 
.617 
The above table shows the facto analysis of the variable Training. The results clearly 
shows that the sample of this research is quite good enough as the KMO value is well 
above the thresh hold value i.e KMO= .5. The recurring value is .565 suggesting the 
adequacy of the sample of this research. All the factors of this variable loaded at a 
well desired value i.e .5 or above. That’s mean that there is inter correlation in all 
questions of this variable. 
Table no 12 : KMO and Bartlett's Test  of Mentoring 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .725 
Bartlett's Test of Sphericity 
Approx. Chi-Square 68.743 
Df 10 
Sig. .000 
 
Table no 13 : Component MatrixMentoring 
 Component 
1 
MT1 .513 
MT2 .626 
MT3 .551 
MT4 .528 
MT5 
MT6 
MT7 
.535 
 .643. 
.577. 
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The above table shows the facto analysis of the variable Mentoring. The results 
clearly shows that the sample of this research is quite good enough as the KMO value 
is well above the thresh hold value i.e KMO= .5. The recurring value is .725 
suggesting the adequacy of the sample of this research. All the factors of this variable 
loaded at a well desired value i.e .5 or above. Meaning that there is inter correlation in 
all questions of this variable. 
CORRELATIONS ANALYSIS 
Table No 14: Correlations 
 Employees 
performance 
Job 
rotation 
training mentoring 
Employees 
performance 
Pearson Correlation 1 .622
**
 .566
**
 .603
**
 
Sig. (2-tailed)  .000 .000 .000 
N 200 197 200 200 
Job rotation 
Pearson Correlation .622
**
 1 .636
**
 .450
**
 
Sig. (2-tailed) .000  .000 .000 
N 197 197 197 197 
Training 
Pearson Correlation .566
**
 .636
**
 1 .483
**
 
Sig. (2-tailed) .000 .000  .000 
N 200 197 200 200 
Mentoring 
Pearson Correlation .603
**
 .450
**
 .483
**
 1 
Sig. (2-tailed) .000 .000 .000  
N 200 197 200 200 
**. Correlation is significant at the 0.01 level (2-tailed). 
The above table shows the correlation among all variables i.e employees performance, 
job rotation, training and mentoring. The correlation tells us about the association 
between variables and direction as well. The above results suggest that there is strong 
significant positive correlation between the dependent variable employees 
performance and the set of independent variables i.e job rotation, training and 
mentoring.  
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REGRESSION ANALYSIS 
Table no 15 : The results of the impact of job Rotation on Employees performance 
Independent 
variable 
Employees Performance 
B R 2R  
Adjusted 
R. square 
F. Value t-statistic P. Value 
        
JR .622 .622 .475 .475 85.789 6.144 .000 
The above mentioned table shows the results of the regression analysis of the 
independent variable job rotation on employees performance (dependent variable) In 
the above tables the value of R
2 
= .475 suggests that 47% changes in dependent 
variable employees performance are due to the changes in job rotation. The adjusted 
R-square in the above tables shows the fitness of the model. The value of F=85.789 
suggests that the over all model is fit & significant as its calculated value is above 
than the thresh hold value i.e F= 4 at P > 0.05. The t- value tells the the individual 
significance level of the independent variable job rotation in the above tables.The t- 
value 6.144 suggests that the impact of job rotation on employees performance is 
individually statistically significant. The beta value tells us that one unit change in 
independent variable will bring how much change in dependent variable. The beta 
value .622 suggests that almost 62 % change in dependent variable will caused by one 
unit change in job rotation. 
Table no 16 : The results of Training on employees performance 
 
Independent 
variable 
Employees Performance 
B R 2R  
Adjusted 
R. square 
F. Value t-statistic P. Value 
TR .574 .574 .330 .326 97.417 8.870 .000 
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The mentioned above table shows the results of the regression analysis of the 
independent variable training on employees performance (dependent variable) . In the 
above tables the value of R
2 
= .33 suggests that 33% changes in dependent variable 
employees performance are due to the changes in training. The adjusted R-square in 
the above tables shows the fitness of the model. The value of F= 97.417 suggests that 
the over all model is fit significant as its calculated value is above than the thresh hold 
value i.e F= 4 at P > 0.05. The t- value tells the individual significance level of the 
independent variable training in the above tables. The t- value, 8.870 suggests that the 
impact of training on employees performance is individually statistically significant. 
The beta value tells us that one unit change in independent variable will bring how 
much change in dependent variable. The beta value, .57 suggests that almost 57 % 
change in dependent variable will caused by one unit change in training. The same 
kind of results were obtained by (Gumuseli&Ergin, 2009). 
Table no 17 : The results mentoring on employees performance 
 
Independent 
variable 
Employees Performance 
B R 2R  
Adjuste
d R. 
square 
F. Value t-statistic P. Value 
MT .418 .418 .175 .170 41.888 6.472 .000 
 
The mentioned above table shows the results of the regression analysis of the 
independent variable mentoring on employees performance (dependent variable) . In 
the above tables the value of R
2 
= .17 suggests that 17% changes in dependent 
variable employees performance are due to the changes in mentoring. The adjusted R-
square in the above tables shows the fitness of the model. The value of F= 41.88 
suggests that the over all model is fit as its calculated value is above than the thresh 
hold value i.e F= 4 at P > 0.05. The t- value tells the individual significance level of 
the independent variable mentoring in the above tables. The t- value, 6.472 suggests 
that the impact of mentoring on employees performance is individually statistically 
significant. The beta value tells us that one unit change in independent variable will 
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bring how much change in dependent variable. The beta value, .41 suggests that 
almost 41 % change in dependent variable will caused by one unit change in 
mentoring. 
CONCLUSION 
This research study was intended at investigating the impact of training and 
development practices on employees performance. The outcomes revealed that the 
workers of the banking sector need training and development practices, as these 
practices in banking sector got major impact on the employee’s performance. The 
outcomes were obtained through using regression analysis between the dependent 
variable and independent variables.  Regression analysis establishes a positive 
relationship between training and development practices i.e job rotation, training and 
mentoring and the employees’ performance. The information in this study can be used 
in many different ways by a multiple of organizations. The majority of the literature 
in this paper is very recent; therefore, future studies must also examine the upcoming 
trends in employee development. The result suggest that job rotation is a best and 
cheap training method and it can be followed by any organization to provide their 
workers a better life by making them to work in different tasks and gain more 
awareness and make them competent in handling issues in the organization which 
leads a successful career.  
So, the duty of managers in this sense is to add in the designed rotational 
activities in the general training program of the bankers in order to realign the efforts 
of the employees in the direction of the shared objective and vision of the 
organization. It is not onlyinsisting of this competitive era but also a key to prepare 
workers with diverse skills and expertise. The results obtained the first hypothesis, in 
the form that job rotation has significant positive effects on employees’ performance. 
The results also obtained the second and third hypothesis by showing that training and 
mentoring both has significant positive impact on employees’ performance. 
Moreover, training and development practices were found to have a positive impact 
on EP which brings benefits in terms of better employees’ performance and improved 
productivity. Thus improved performance tends to increase the motivation level of the 
employees, which give competitive edge to the organization in the market place. 
These practices may cause reduction in employees turn over and increase in the 
commitment and satisfaction. 
            JULY-DEC 2016, VOL 2, ISSUE 2, JOURNAL OF MANAGEMENT RESEARCH (JMR) 
 
158 
 
   REFERENCES 
Abbas, Q., &Yaqoob, S. (2009). Effect of leadership development on employee 
performance in Pakistan. Pakistan Economic and Social Review , 47 (2), 269-
292.  
Aguinis, H. (2006). Performance management. Denver, Colorado, USA: Prentice 
Hall, Inc. Allen, M. (2010). Corporate universities 2010: globalization and 
greater sophistication. The Journal of International Management Studies, 5(1), 
48-50. 
Armstrong, M. (2009). Armstrong's handbook of human resource management 
practice (11th ed.). London (UK) and Philadelphia (USA): Kogan Page 
Limited. Batool, A., &Batool, B. (2012). Effects of employees training on the 
organizational competitive advantage: Empirical study of Private Sector of 
Islamabad, Pakistan. Far East Journal of Psychology and Business , 6 (1), 59-
72.  
Cambell, J. (1971). Personnel training and development. Annual Review of 
Psychology . 
Chen, H. C., Holton, E. F., & Bates, R. (2005). Development and validation of the 
learning transfer system inventory in Taiwan. Human Resource Development 
Quarterly , 16 (1), 55-84.  
Frederick, B. A., & Stephen, O. O. (2010). Teachers’ perceptions of staff 
development programmes as it relates to teachers effectiveness: A study of 
rural primary schools in Kenya. Educational Research and Review, 5(1), 001-
009.  
Garner, E. (2012). Training skills: How to improve the skills and performnace of your 
employees. Ventus: Eric Garner &Ventus Publishing ApS. Available at: 
http://www.bookboon.com / Greenhause, J. H., Callanan, G. A., &Godshalk, 
V. M. (2000). Career Management (3rd ed.). Pennsylvania, USA: Dryden 
Press.  
Gusdorf, M. L. (2009). Training design, development, & implementation. Society for 
Human Resouce Management (SHRM), 1-34.  
Hailesilasie, G. (2009). Determinants of public employees' performance: evidence 
from Ethiopian public organizations. International Journal of Productivity and 
Performance Management , 58 (3), 238-253.  
Hameed, A., &Waheed, A. (2011). Employee development and its affect on employee 
performance: A conceptual framework. International Journal of Business and 
Social Science , 2 (13), 224-229.  
Human resource management: ZeePedia.com. (n.d.). Retrieved May 15, 2013, from 
zeepedia.com:http://www.zeepedia.com/read.php?performance_determinants_
of_job_performance_whyis_performance_measured?_performance_managem
ent_human_resource_management&b =33&c=25  
            JULY-DEC 2016, VOL 2, ISSUE 2, JOURNAL OF MANAGEMENT RESEARCH (JMR) 
 
159 
 
Hung, T. K. (2010). An empirical study of the training evaluation decision-making 
model to measure training outcome.Journal of Social Behavior and 
Personality. 38(1) , 87-102.  
Karl, P., Alan, C., & Nigel, G. (2010).Formal development opportunities and 
withdrawal behaviors by employees in small and medium entreprises. Journal 
of Management Review , 281-300.  
Khan, A. G., Khan, F. A., & Khan, M. A. (2011).Impact of training and development 
on organizational performance. Global Journal of Management and Business 
Reseach, 11(7), 63-68.  
Khan, M. T., Khan, N. A., &Mahmood, K. (2012).An organizational concept of 
human resource development – How human resource management scholars 
view ‘HRD’ (Literature Review). Universal Journal of Management and 
Social Sciences , 2(5). 36-47. 
Kumpikaite, V., &Sakalas, A. (2011).The model of human resource development 
system’s evaluation. International Conference on E-business, Management 
and Economics (pp. 46- 50). Singapore: IACSIT Press. 
Mwita, J. I. (2000). Performance management model: A system-based approach to 
system quality. The International Journal of Public Sector Management , 13 
(1), 19-37.  
Nadler, L., & Nadler, Z. (1970).Developing human resources. San Francisco: Jossey-
Bass. 
Nadler, L., & Nadler, Z. (1991).Developing human resources. (3rd ed.). San 
Francisco: JosseyBass.  
Noe, R. A. (2008). Employee training & development. New York: MacGraw-Hill, 
Inc.  
Obisi, C. (2011). Employee training and development in Nigerian organisaitons: 
Some observations and agenda for research. Australian Journal of Business 
and Management Research , 1 (9), 82-91. 
Obisi, C. (1996). Personnel Management. Ibadan: Freman Publications.  
Paton, R., Peters, G., &Quintas, P. (2005). Corporate Education Strategies:Corporate 
Universities in Practice. UK: OU Business School.  
Qayyum, A., Sharif, M. T., Ahmad, A., Khan, M. S., &Rehman, K. -u. (2012). 
Training & development practices in National Bank of Pakistan. Information 
Management and Business Review , 8-17.  
Reynolds, J., Caley, L., & Mason, R. (2002). How do people learn? London: CIPD.  
Saleem, Q., Shahid, M., &Naseem, A. (2011).Degree of influence of training and 
development on employees' behavior. International Journal of Computing and 
Business Research , 1-13.  
            JULY-DEC 2016, VOL 2, ISSUE 2, JOURNAL OF MANAGEMENT RESEARCH (JMR) 
 
160 
 
Spender, C. J. (2001). Knowledge management, uncertainty, and the emergent theory 
of the firm. In N. Bontis, & C. Choo, The Strategic Management of 
Intellectual Capital and Organizational Knowledge. London: Oxford 
University Press.  
SPUTNIC– Strategies for Public Transport in Cities. (2008). Compentency based hrm 
and training & development corporate management. 3rd. Working Group 
Meeting (pp. 1-16). Leipzig: SPUTNIC – Strategies for Public Transport in 
Cities.  
Taylor, S., & Ray, T. (n.d.). Collective tacit knowledge: corporate universities and the 
limits to virtuality. Open University UK.  
Vemic, J. (2007). Employee training and development and the learning 
organization.FactaUniversitatis; Series: Economics and Organization , 4 (2), 
209-216.  
Waltmann, F. (2011, September 7). Articles: Workforce.com. Retrieved April 19, 
2013, from Workforce Web site: 
http://www.workforce.com/article/20090311/NEWS02/303119991/10-
elements-for-asuccessful-effective-corporate-learning-program# 
Zenger, J. H. (1989, November). Leadership skills for quality 
improvement.ExecuttiveExcellence , pp. 11-12. 
